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Abstract 

Problem Statement: Role ambiguity and role conflict are considered issues 
that affect performance and lead to burnout. While numerous studies have 
analyzed role ambiguity or role conflict in relation to burnout or 
performance, few studies have studied all of these issues together. Since 
vice principals are expected to carry out a variety of responsibilities as 
principals and educators, it is predicted that they frequently experience 
role ambiguity, role conflict, and burnout. However, there is a dearth of 
studies researching how vice principals in schools are affected by this 
situation. 

Purpose of the Study : The study aims to investigate the effects of role 
ambiguity and role conflict on the burnout of head vice principals and vice 
principals and on job performance indirectly and directly. 

Methods: Two hundred vice principals working at elementary and high 
schools in the city centers of Denizli and Manisa were contacted. The 
Maslach Burnout Inventory, Role Conflict and Role Ambiguity 
Questionnaire, and Job Performance Scale were used. In line with the 
purpose of the study, the model was tested to analyze the cause and effect 
relationship between variables. SPSS 17 and AMOS 7.0 were used to 
analyze the data. 

Findings and Results : The indirect and direct effects of role ambiguity on 
job performance were significant. In terms of the effect of role ambiguity 
on job performance, full mediation of emotional exhaustion and partial 
mediation of personal accomplishment were found. The direct and 
indirect effects of role conflict on job performance were also significant. 
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The full mediation of emotional exhaustion and the partial mediation of 
depersonalization resulted from the effect of Role Conflict on job 
performance. 

Conclusions and Recommendations: According to the results of the study, the 
direct effect of role ambiguity and role conflict on job performance is 
higher than the indirect effect. It was found that role ambiguity decreases 
job performance indirectly and directly. While the direct effect of role 
conflict increases job performance, the indirect effect of role conflict 
decreases job performance. Emotional exhaustion fully mediates both role 
ambiguity/job performance and role conflict/job performance 
relationships. While personal accomplishment plays a partially mediating 
role in the relationship between role ambiguity and job performance, 
depersonalization partially mediates the relationship of role conflict and 
job performance. Based on the results of the study, it can be said that 
determining the mission, authority, and responsibilities of vice principals 
might increase their performance. 

Keywords: Role Ambiguity, role conflict, burnout, job performance, path 
analysis 


Introduction 

Organizations are social systems that aim to provide for the needs of individuals 
and societies. Effective and efficient members are required and maintain their 
existence (Suliman, 2001). Harmony between organizational aims and employee 
qualifications affects performance. Today, organizations need highly qualified 
employees to serve in specialized fields and gain an edge on their rivals (Sonnentag & 
Erese, 2002). Whatever the type, field, and size of the organization, one of the most 
important responsibilities of leaders is to increase the job performance (JP) of human 
resources. 

Performance has been defined differently in different contexts. Job performance is 
behavioral, incidental, measurable, and multifaceted, and it can be evaluated across 
the sum of actions that employees have taken during a given time period 
(Motowidlo, Borman & Schmit, 1997). Job performance also refers to the behaviors of 
employees involved in certain jobs, including their effectiveness and the outcomes of 
these behaviors (Babin & Boles, 1998). 

Organizational, individual, and environmental factors affect performance in 
organizations (Dicle, 1982; Erdogan, 1991). These factors influence performance levels 
in either positive or negative ways. Job stress is considered one of these factors that 
impacts individuals directly. Individuals display low performance under high stress 
or high performance under sufficient stress. Role conflict (RC) and role ambiguity 
(RA) are considered the two main components of role stress (Jackson & Schuler, 
1985). 
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Role conflict occurs when employees are required to meet incompatible demands 
and expectations. Employees have RA when organizations do not define their job 
functions and responsibilities (Jaramillo, Mulki, & Boles 2011). In the literature, the 
findings about the relationship between RC-RA and JP are inconsistent. Some 
researchers have found no relationship between stress and JP, though two stress 
studies have found support for the inverted-U theory, and another study found 
partial support (Muse, Harris & Feild, 2003; Wu 2011). 

In some studies, burnout is emphasized as another factor influencing 
performance. When people deal with RA and RC, they encounter emotional 
exhaustion (EE), depersonalization (DP), and a decrease in success (Karatepe & 
Uludag, 2008). It is difficult to distinguish between burnout and stress since burnout 
is a multifaceted notion. Dagli (2006) carried out a study with school directors and 
vice principals and determined that one third of principals suffer from burnout. 

Maslach and Jackson (1981) argue that burnout consists of three separate, albeit 
related, dimensions. The dimensions of this multidimensional construct are 
emotional exhaustion, depersonalization, and personal accomplishment. Emotional 
exhaustion occurs when individuals feel tense and frustrated due to their fears about 
meeting previous levels of work performance (Cordes & Dougherty, 1993). 
Depersonalization, the second dimension of burnout, arises when individuals do not 
want to work because they perceive interactions with tasks, clients, or co-workers as 
dehumanizing. To seek relief, individuals create buffers by ignoring the quality of 
their work (Maslach, Schaufelli & Leiter, 2001). Incompetence and lack of 
achievement at work is the third and final dimension of job burnout (Maslach & 
Leiter, 2008). 

There have been many studies investigating RA and RC's relationship with 
performance. RA and RC had a positive relationship with emotional exhaustion and 
depersonalization, which were sub-dimensions of burnout in some studies (Lee & 
Ashforth, 1996; Jackson, Turner & Brief, 1987; Gil-monte, Valcaarcel & Zornoza, 1993; 
Capel, Sisley & Desertrain, 1987). Hsieh and Hsieh (2003) and Piko's (2006) studies 
were consistent with these studies. 

As a common negative consequence of burnout, a reduction can be seen in JP 
(Maslach, 1982). However, there is a dearth of empirical work addressing the 
relationship between burnout and JP (Wright & Bonett, 1997). A longitudinal study 
found a negative relationship between only the emotional exhaustion component of 
burnout and JP. In pursuit of this study, Wright & Cropanzano (1998) conducted a 
one-year longitudinal study investigating the relationship between emotional 
exhaustion and supervisory ratings of JP. After explaining the potential influence of 
negative and positive affectivity, they found a statistically significant inverse 
relationship between emotional exhaustion and JP (Halbesleben & Buckley, 2004, 
866). Due to the dearth of empirical work concerned with the aforementioned 
relationships, the findings of individual studies have been considerably mixed. In 
Advani, Jagdale, Garg, and Kumar's study (2005), it was found that emotional 
exhaustion increased the JP of Indian software professionals. However, 
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depersonalization and diminished personal accomplishment did not have a 
significant relationship with JP. In short, the finding above indicates the need for 
further research into the relationships between components of burnout and JP 
(Karatepe & Uludag 2008,114). 

In the many studies about the relationship of RC and RA with JP for healthcare 
staff, social service workers, academics, bank and hotel staff, teachers, etc., the effects 
of RA, RC, and burnout on performance were analyzed separately. However, the 
burnout variable was considered as a mediating variable between reasons and 
outcomes in the studies by Halbesleben and Buckley (2004), Leiter and Maslach 
(2005), Laschinger and Leiter (2006), and Leiter and Maslach (2009). These studies 
showed that burnout plays a mediating role in the relationship between behavioral 
and psychological outcomes such as role stressors, job satisfaction, and performance 
(Yurur and Keser, 2010). There have been a limited number of studies analyzing the 
effect of RA, RC, and burnout on performance. Karatepe & Uludag (2008) conducted 
a study with hotel staff. However, there have been no studies investigating the agent 
role of burnout in the effect of RA and RC on performance. In schools, vice principals 
are expected to fulfill multifaceted role responsibilities, so they are expected to 
experience RA, RC, and burnout. No previous studies have examined how this 
situation affects the performance of vice principals. Therefore, this study aims to 
investigate the direct or indirect effects of RA, RC (independent variables), and 
burnout (agent variable) on the performance (dependent variable) of vice principals 
working in Denizli and Manisa. 

The responsibilities of the group sampled in the study, vice principals working at 
elementary schools, are legally defined as follows (MEB, 2003): "vice principals carry 
out the tasks given by the school director about educational instruction, 
administration, students, personnel, accrual, mobile equipment, legal 
correspondence, social activities, boarding, scholarships, security, nutrition, service, 
watch, protection, cleaning services, order, and public relations, in addition to giving 
lectures." Furthermore, the responsibilities of vice principals are extended to a large 
framework: "vice principals carry out the duties determined within the context of 
their responsibilities." Similar expressions can be found in the regulations of other 
institutions. Both the co-existence of many responsibilities and the definition of a 
large but uncertain framework for their action might expose vice principals to RA 
and RC. 

This study aims to investigate the direct and indirect effects of role ambiguity and 
role conflict with burnout on the job performance of head vice principals and vice 
principals. 

Method 

Population and Sample 

The study group was comprised of head vice principals and vice principals 
working at elementary and high schools in the city center of Denizli and Manisa. The 
main reason for choosing Denizli and Manisa was accessibility. Denizli and Manisa 
also share common characteristics such as being large-scale and well-developed. In 
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the 2010-2011 academic year, 202 vice principals were working in the city center of 
Denizli and 166 vice principals were working in the city center of Manisa. For this 
study, data was collected from 135 (67%) vice principals in the city center of Denizli 
and 65 (39%) vice principals in the city center of Manisa. 126 (63%) of the participants 
worked at elementary schools and 74 at high schools. In terms of their length of 
service, 69 of them (34.5%) had worked in this for role between 1 and 5 years, 47 
(23.5%) for between 6 and 10 years, 30 (15%) for between 11 and 15 years, and 27 
(13.5%) for between 16 and 20 years. The number of vice principals with 21 years of 
experience or more is 27 (13.5%). 

Instruments 

The data were gathered using the Maslach Burnout Inventory (1981), Role 
Conflict and Role Ambiguity Questionnaire (1970), and Job Performance Scale (2000). 

The Maslach Burnout Inventory, developed by Maslach and Jackson to measure 
burnout level, was adapted into Turkish, with validity and reliability analyses, by 
Ergin (1992). The Maslach Burnout Inventory (MBI) consisted of 22 items evaluating 
three dimensions of burnout. Of these sub-dimensions, emotional exhaustion (EE) 
and depersonalization (DP) consist of 9 and 5 negative items, respectively, while the 
personal accomplishment (PA) dimension consists of 8 positive items. In the Turkish 
adaptation, Ergin (1992) turned the 7-point Likert scale (1-never and 7-always in the 
original inventory) into a 5-point Likert scale (1-never and 5-always in the adapted 
inventory). As burnout is a process with different dimensions, a sum could not be 
obtained from the measure, and each dimension was scored separately. The 
reliability of the coefficients of the emotional exhaustion, depersonalization, and 
personal accomplishment dimensions on the MBI were .83, .65, and .72 for a group of 
doctors and nurses (Ergin, 1992). In this study, the reliability coefficients of emotional 
exhaustion, depersonalization, and personal accomplishment were .85, .69, and .78, 
respectively. 

The Role Conflict and Role Ambiguity Questionnaire, developed by Rizzo, 
House, and Lirtzman (1970), was used to measure the RC and RA of employees in 
their organizations. The scale was originally a seven-point Likert type scale. 
However, in this study, the questionnaire as adapted into Turkish employs a 5-point 
Likert type scale, in order to match other scales and increase clarity. The role conflict 
scale consisted of eight items, each having a 5-point scale ranging from "very false" 
to "very true." The role ambiguity scale contained six items ranging from "very 
false" to "very true." In the original questionnaire, low scores of RA indicated high 
RA. However, the scores for the RA items were reversed in order to be able to 
evaluate the results easily. In this sense, high scores of RA indicated high RA in this 
study. In Eriguc's study (1994), the Cronbach's alpha coefficients for RC and RA 
were .81 and .72 respectively. The alpha coefficients were calculated as .67 and .73 for 
RC and RA respectively. 

The Job Performance Scale, developed by Wong and Law (2000) to measure JP, 
was adapted into Turkish by Gurbuz and Yuksel (2008). The 13-item JP sub-measure 
of the Job Performance, Job Satisfaction, and Organizational Citizenship Behavior 
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Scale was used in this study. All the items were positive. The scale was a 5-point 
Likert type ranging from "strongly disagree" (1) to "strongly agree" (5). Performance 
was self-reported, and the items in the scale were organized accordingly. While the 
Cronbach's alpha coefficient was .93 in Gurbuz and Yuksel's study (2008), it was .82 
for this study. 

Procedure 

The necessary permissions were acquired from the Provincial Directorates for 
National Education in Denizli and Manisa, and the data were gathered from vice 
principals on a voluntary basis during the 2010-2011 spring term. The data were 
collected from each participant personally in Denizli and by mail from those in 
Manisa. 

Data Analysis 

In this study, path analysis through structural equation modeling (SEM) was 
performed to examine the direct or indirect relationships and interactions among RC, 
RA, and sub-dimension variables with performance. The data were analyzed using 
the Maximum Likelihood technique. Path analysis was employed to determine the 
level of corroboration the model provided with the research hypotheses of the study 
(Bedian & Armenakis, 1981; 417). Path analysis was initiated by forming path 
diagrams to show the relationship between variables that were thought to display 
cause and effect relationships. Next, correlation coefficients, showing the extent of 
linear relationships among variables, were classified as displaying a direct effect, 
indirect effect, or total effect. The analysis was completed by interpreting these 
results (Kaygisiz, Saracli, & Dokuzlar, 2005). The relationships among variables were 
determined using Pearson's product-moment correlation coefficient. The statistical 
analysis of the study was carried out using the SPSS 17.00 and AMOS 7.0 programs. 
A significance level of 0.05 was accepted in this study, and other significance levels 
(0.01 and 0.001) have also been indicated. 

In measuring model fit, the chi-square test (X2), {X2 /s.d.}, RMSEA (Root Mean 
Square Error of Approximation), and SMR (Standardized Root Mean Square 
Residual) indexes are used most frequently. Other model fit indexes are the GFI 
(Goodness Fit Index), CFI (Comparative Fit Index), TLI (Tucker Lewis Index), NFI 
(Normed Fit Index), and RFI (Relative Fit Index). If the ratio of (X2 /s.d) is lower than 
3, the model fit is acceptable. The model fit is perfect if RMSEA and SRMR are equal, 
with a difference of 0.05 or lower. It is acceptable if the difference is 0.08 or lower. 
GFI, CFI, TLI, NFI and RFI have magnitudes between 0 and 1. A value of 0.95 or 
above is considered to indicate perfect fit, and coefficients between 0.90 and 0.94 can 
be taken as confirmations of good fit (Kline, 2011). In this study, model fit was 
analyzed according to the fit indexes given above. 


Results 

Means and standard deviations, Cronbach's alpha coefficients, and correlation 
coefficients are presented for the variables of role ambiguity (RA), role conflict (RC), 
sub-dimensions of burnout (Emotional exhaustion, EE; depersonalization, DP; 
personal accomplishment, PA), and job performance (JP) in Table 1. 
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Table 1. 


Descriptive Statistics and Correlations (N=200) 



M 

SD 

Cronbach's 
alpha <A 

RC 

EE 

DP 

PA 

jp 

RA 

2.03/5 

2.68 

.73 1 

.084 

.299** 

.253** 

.312** 

-.353** 

RC 

3.30/5 

4.12 

.67 

1 

.147* 

.243** 

-.068 

.093 

EE 

1.29/4 

5.68 

.85 


1 

.383** 

.322** 

-.162* 

DP 

1.28/4 

2.61 

.69 



1 

.213** 

-.177* 

PA 

1.12/4 

3.10 

.78 




1 

-.547** 

JP 

4.26/5 

5.42 

.82 





1 


** p= .01 * p= .05 


As indicated in Table 1, Cronbach's alpha internal validities are at medium levels 
and highly reliable, as they are between .67 and .85. RA and RC can be considered to 
be at middle and medium levels (M=2.03/5 and M=3.30/5 respectively). In addition, 
the self-reported JP levels of participants were higher (M=4.26/5) than average. 
Swider and Zimmerman (2010) found self-reported performance to be about .80 in 
the 115 empirical studies they analyzed. The emotional exhaustion and 
depersonalization levels of participants were M=1.29/4 and M=1.28/4 respectively. 
These results indicate that the burnout levels of the participants are low in terms of 
the emotional exhaustion and depersonalization dimensions. Personal 
accomplishment is lower than average, with a level of M=1.12/4. This value shows 
that participants report low lack of personal accomplishment, so burnout is low for 
this dimension as well. While EE and DP display a significant but negative 
correlation with JP at a level of p=.05, a negative correlation is determined between 
PA and JP at the level of p=.01, according to the results of the correlation analysis. In 
the case of the significant negative relationship between RA and JP at the level of 
p=.01, it is not possible to show a significant relationship for RC. Furthermore, there 
is no significant relationship between RC and RA, or RC and personal 
accomplishment. 

The Effect of Role Ambiguity on Performance 

First, goodness of fit is tested to analyze the effect of RC on performance and the 
mediating role of dimensions of burnout; then, standardized coefficients are 
examined, accounting for the relationships among variables. Finally, an evaluation of 
the model is presented. 

As observed in Figure 1, the mediating role of burnout for the effect of RA on 
performance was analyzed with the help of constructed model. However, the fit 
indexes of the model did not show support, with values of X2 /s.d= 12.441 >3, 
RMSEA=.24>.05, GFI= 93, AGFI=.64, NFI= 78, RFI= 28, IFI= 80, TLI= 30, and CFI=.79. 




Figure 1. Lack of good fit for paths in the model and standardized path coefficients 

Several models were used to find a structural equation model (SEM) with 
variables in this dimension, starting with the model considered to show the 
relationship among all variables (Figure 1). In this process, DP was excluded, as it 
did not have a significant relationship with the overall model, and the study was 
carried out with significant paths. The paths in the model and path coefficients 
gained from the study are presented in Figure 2. 



Figure 2. The paths in the best fitting model and standardized path coefficients 
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The goodness of fit values of the developed model were higher than the 
acceptable values. The fit indexes of the developed model support were supported 
with X2 /s.d= 1.047>3, RMSEA=.015<.05, GFI= 99, AGFI=.97, NFI=.99, RFI=.95, 
IFI=1.00, TLI= 99, CFI=1.00, SRMR =.0172 values. 

In accounting for the direct effects of independent variables on performance, path 
coefficients were used. The total effect of each independent variable on the 
dependent variables is formed from the sum of the path coefficient (direct effect) and 
indirect effects. The evaluation of the model is presented in Table 2. Kline (2011,185) 
indicated that path coefficients < .10 might be estimated as a "smaller" effects, values 
around .30 as "typical" or "medium" effects, and values > .50 as "larger" effects. 


Table 2. 

Standardized Coefficients and Effect Size about the Model 


Variables 

Standardized 

Regression 

Weights 

V 

Standardized 

Direct 

Effects 

Effect Size 

Standardized 

Indirect 

Effects 

Standardized 
Total Effects 

EE 

<— 

RA 

.299 

*** 

.299 

Moderate 

.000 

.299 

PA 

<— 

RA 

.237 

*** 

.237 

Moderate 

.075 

.312 

PA 

<— 

EE 

.251 

*** 

.251 

Moderate 

.000 

.251 

jp 

<— 

RA 

-.202 

*** 

-.202 

Moderate 

-.151 

-.353 

jp 

<— 

PA 

-.485 

*** 

-.485 

Moderate 

.000 

-.485 

jp 

<— 

EE 

.060 

>p.05 

.000 

No effect 

-.122 

-.122 


***p<.001 


As indicated in Figure 2, standardized coefficients range between -.202 and -.485 
in the path model explaining the relationship between independent and dependent 
variables (p<.001). According to this model, the variable most predictive of 
performance is PA (coefficient= .485). This can be interpreted to mean "a unit- 
increase in the standard deviation of PA lowers the standard deviation of 
performance by a net total of .48 points." The next most predictive variable in terms 
of performance is RA (coefficient = .20). This can be understood to mean that "a unit- 
increase in the standard deviation of PA lowers the standard deviation of 
performance by a net total of .20 points". 

When path coefficients are analyzed to determine the effects of mediation and 
independent variables on dependent variables, they need to be estimated as fully 
mediating if there is an insignificant relationship between the dependent and 
independent variables. Otherwise, if the relationship is a slightly less certain, it is 
estimated as partial mediation. As seen in the model, EE does not have a direct effect 
on JP (coefficient = .06, p>0.5). However, EE can be included in the model as it affects 
JP owing to PA. EE has an indirect effect (coefficient = -.12) on JP in the mediation of 
EE. This situation indicates that EE has a fully mediating effect on JP. In Figure 2, RA 
affects performance not only directly but also indirectly with PA. Therefore, PA has a 
partially mediating role in the relationship between JP and RA. Furthermore, it can 
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be estimated that RA increases EE (coefficient=.30) and EE affects JP in the mediation 
of PA. The other variable in the model, DP, was excluded, as it was not significantly 
related to JP. 

The total effect of one variable on another is defined as the sum of the direct and 
indirect effects between variables (Kline, 2011). Therefore, the total effect size of RA 
on JP is -0.35. This can be interpreted to mean that "a unit-increase in the standard 
deviation of RA lowers the standard deviation of JP by a net total of .353 points/ 7 The 
total effect size of RA on JP (-.353) can be divided into direct (-.202) and indirect (- 
.151) effects. The direct effect size of RA on performance is higher than its indirect 
effect. 

The Effect of Role Conflict on Performance 

The mediating role of the burnout sub-dimensions was analyzed to determine the 
relationship between RC and performance using the model in Figure lb. However, 
indexes of good fit (X2 /s.d= 18.40>3, RMSEA=.30>.05) and fitting indexes (GFI=.89, 
AGFI=.46, NFI=.62, RFI=.-26, IFI=.64, TLI=.-28, CFI=.62) did not support the model. 



Figure 3. Lack of good fit for paths in the model and standardized path coefficients 


In order to determine the best structural equation model, several models were 
tried with the variables in this part of the study, beginning with the model that was 
considered to display the relationships among all variables (Figure 3). In this process, 
PA was excluded, as it did not have a significant relationship with the overall model, 
and the study was carried out using significant paths. The paths in the model and 
path coefficients gained from the study are presented in Figure 4. 




*** p< .001 ** p< .01 * p< .05 

Figure 4. The paths in the best fitting model and standardized path coefficients 

Table 3. 


Standardized Coefficients and Effect Sizes for the Model 



Variables 

Standardized 

Regression 

Weights 

V 

Standardized 

Direct 

Effects 

Effect 

Size 

Standardized 

Indirect 

Effects 

Standardized 
Total Effects 

EE 

A 

& 

n 

.14 7 

.036* 

.147 

Moderate 

.000 

.147 

DP 

A 

& 

n 

.191 

.003** 

.191 

Moderate 

.052 

.243 

DP 

<-- EE 

.355 

*** 

.355 

Moderate 

.000 

.355 

JP 

A 

!aJ 

n 

.145 

.042* 

.145 

Moderate 

-.051 

.093 

JP 

<— DP 

-.212 

.003** 

-.212 

Moderate 

.000 

-.212 

JP 

<— EE 

-.12. 

P>.05 

.000 

No effect 

-.075 

-.075 


*** p< .001 

** p< .01 * 

p< .05 






As observed in Figure 4, the standardized coefficients vary between .355 and - 
.212 in the path model explaining the relationship between independent and 
dependent variables (p<.05). According to the model, the variable most predictive of 
performance is DP (coefficient= -.212). This situation can be interpreted to mean that 
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"a unit-increase in the standard deviation of DP lowers the standard deviation of 
performance by a net total of .212 points/ 7 The variable next most predictive of 
performance is RC (coefficient = .145). This can be interpreted to mean that 77 a unit- 
increase in the standard deviation of RC lowers the standard deviation of 
performance by a net total of .145 points. 77 

EE does not have a direct effect on PRF (coefficient=-.12, p> .05). However, it can 
be included in the model, as it affects the model owing to DP. EE has an indirect 
effect (coefficient = -.075) on PRF through the mediating role of DP. This situation 
indicates that EE has a fully mediating effect on PRF. In Figure 4, EE does not have a 
direct effect on PRF. RC affects performance not only directly but also indirectly 
through DP (coefficient=-.051). Therefore, DP has a partially mediating role in the 
relationship between PRF and RC. Furthermore, it can be estimated that RC increases 
EE (coefficient=.147) and EE decreases PRF through the mediation of DP. The other 
variable, PA, was excluded from the model as it was not significantly related to job 
performance. 

When the sum of direct, indirect, and total effects is analyzed among these 
relationships, the size of the effect of RC on performance is .0935. This can be 
interpreted to mean that 77 a unit-increase in the standard deviation of RC lowers the 
standard deviation of JP by a net total of .0935 points. 77 The total effect size of RC on 
JP (.0935) can be divided into direct (.145) and indirect (-.051) effects. The direct effect 
size of RC on performance is higher than its indirect effect. 


Discussion and Conclusions 

The mediating role of burnout in the effect of RA on JP was analyzed in the first 
model of this study, which showed good fit. When three sub-dimensions of burnout 
(EE, DP and PA) were analyzed together, they were insufficiently influential (Figure 
1). In the first model, good fit was found when the DP sub-dimension was excluded 
from the analysis. According to this model, RA has direct and indirect effects on JP, 
decreasing performance. This result corroborates the findings of Ross and Boles 
(1994), Babin and Boles (1996), and Karatepe and Uludag (2008). Environments in 
which individuals experience RA create uncertainty in decision-making, and 
individuals spend more effort and time gaining approval from others. This might 
decrease performance. Studies in this field also show that RA decreases performance. 

When the mediating role of burnout is considered in the relationship between RA 
and performance, EE is fully mediating and PA is partially mediating. The variable 
of burnout was considered to be a mediating variable between reasons and outcomes 
in the studies of Halbesleben and Buckley (2004), Leiter and Maslach (2005), 
Laschinger and Leiter (2006), and Leiter and Maslach (2009). These studies also show 
that burnout has a mediating role (Yurur & Keser 2010) in the relationship between 
behavioral and psychological results such as role stressors, job satisfaction, and 
performance (Singh, Goolsby, & Rhoads, 1994). DP was excluded as a mediating 
variable in the model, as it was not correlated. Wright and Hobfoll (2004), Wright 
and Bonett (1997), and Karatepe and Uludag (2008) found similar results in their 
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studies. While EE does not have a direct effect on JP, PA has a direct effect on JP. 
However, Advani et al. found that emotional exhaustion increases performance. 

In this study, EE and PA have a significant but negative effect on JP when the 
effect of RA on the dimensions of burnout was analyzed. According to most of the 
findings in the field, RA and RC affect the sub-dimensions of burnout negatively. RC 
and RA increase EE and DP in the studies carried out by Babakus, Cravens, Johnston, 
and Moncrief (1999), Hsieh and Hsieh (2003), Lee and Ashforth (1996), and Karatepe 
and Uludag (2008). However, Sabuncuoglu (2008) found that RA affects three 
dimensions of burnout. 

The mediating role of burnout in the effect of RC on JP was analyzed in the 
second model in this study that demonstrated good fit. When the three sub¬ 
dimensions of burnout (EE, DP and PA) were analyzed together, they did not offer 
sufficient support (Figure 3). In the first model, good fit occurred when the PA sub¬ 
dimension was excluded from the analysis (Figure 4). According to this model, RC 
has significant, positive, direct and indirect effects on JP. This finding is interesting, 
as it is expected that RC would decrease performance. Although a number of 
empirical studies have investigated the effect of RC on JP, the individual studies 
have reported mixed results regarding this relationship. For instance. Brown and 
Peterson (1993) could not find a significant relationship between RC and 
salespersons' performance in their meta-analytic study. In the study by MacKenzie, 
Podsakoff, and Ahearne (1998), salespersons reported lower (in-role) job 
performance when they were confronted with RC. On the other hand, various 
empirical studies have demonstrated a positive relationship between RC and JP 
(Behrman & Perreault, 1984; Ross & Boles, 1994; Babin & Boles, 1996; Babakus et al., 
1999; Karatepe & Uludag 2008). This study also indicates that RC increases the JP of 
vice principals. This may be because they might be able to cope with difficulties in 
their position, as unpredictable problems occur in schools. These difficulties are 
predicted to be RCs between the administration and everyone in the school 
environment, or rivalry with school administrators. Another reason for RC might be 
vice principals' expectations of promotion. 

When the mediating role of the sub-dimensions of burnout are analyzed, it is 
understood that EE is fully mediating and DP is partially mediating. DP has a 
partially mediating effect in decreasing JP. PA was excluded, as it did not have a 
significant relationship with the overall model. Hsieh and Hsieh (2003) and Karatepe 
and Uludag (2008) did not find a significant relationship between RC and PA. 

RC affects the EE and DP sub-dimensions of burnout significantly but negatively. 
Similar findings can be seen in Sabuncuoglu's study (2008). Swider and Zimmerman 
(2010) reported that emotional exhaustion, depersonalization, and personal 
accomplishment correlated with performance with measures of -.20, -.20 and .35 
respectively in the 115 empirical studies they analyzed. When studies were carried 
out on the basis of self-ratings of performance, emotional exhaustion, 
depersonalization, and personal accomplishments have true score correlations of - 
.33, -.38, and .42. DP has a significant effect on JP. 
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According to these results, it is necessary to determine the roles, mission, 
authority, and responsibilities of vice principals more exactly, as this might prevent 
them from experiencing RC, increasing performance. Furthermore, while RC 
increases performance directly, it decreases performance indirectly. Since RC also 
affects burnout negatively, it can be concluded that RC should be minimized. 
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Okul Miidiir Yardimcilannda Rol Belirsizligi ve Rol Qati§masimn 
Performans Uzerindeki Etkisinde Tukenmi§ligin Araci Rolii 

Atif: 

Celik, K. (2013). The effect of role ambiguity and role conflict on performance of vice 
principals: the mediating role of burnout. Egitim Arastirmalari-Eurasian Journal 
of Educational Research , 51,195-214. 


(Ozet) 


Problem Durumu: Orgutlerin etkin ve verimli bir §ekilde gali§ip varliklarmi 
surdurebilmeleri biiyuk olgude sahip olduklari insan kaynagimn performansma 
baglidir. Orgutlerin turn, gali§ma alam ve biiyuklukleri ne olursa olsun yoneticilerin 
onemli sorumluluk alanlarmdan birisi gali§anlarm i§ performansimn arttirilmasidir. 
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Rol belirsizligi ve rol gati§masi ile tiikenmi§lik performansi etkiledigi dii§iiniilen 
kavramlardir. Rol gati§masi ve rol belirsizligi ile tiikenmi§lik, rol gati§masi ve rol 
belirsizligi ile performans arasmdaki ili§kileri tek tek inceleyen gali§ma gok, birlikte 
inceleyen gali§ma sayisi smirlidir. Bu gali§manm orneklemini olu§turan, ilkogretim 
kurumlarmda gorev yapan miidiir yardimcilan gorevleri, ilkogretim Kurumlari 
Yonetmeliginde "ders okutmamn yanmda okulun her tiirlii egitim-ogretim, yonetim, 
ogrenci, personel, tahakkuk, ta§imr mal, yazi§ma, sosyal etkinlikler, yatililik, 
bursluluk, giivenlik, beslenme, bakim, nobet, koruma, temizlik, diizen, halkla 
ili§kiler gibi i§leriyle ilgili olarak okul miidiirii tarafmdan verilen gorevleri yapar 77 
§eklinde tammlanmi§tir. Aynca, "miidiir yardimcilan, gorev tammmda belirtilen 
diger gorevleri de yapar. 77 denilerek gorevleri ile ilgili geni§ bir gergeve gizilmi§tir. 
Benzer ifadelere diger kurumlarm yonetmeliklerinde de rastlanabilir. Hem bir den 
gok gorevlerinin olmasi hem de gorevlerine ili§kin geni§ ve belirsiz bir smir gizilmesi 
bu yoneticileri rol belirsizligi ve rol gati§masi ile kar§i kar§iya birakabilir. Okullarda 
yonetici ve egitimci olarak gok yonlii rol yukumliiluklerini yerine getirmeleri 
beklenen ve bu nedenle i§lerini yaparken sik sik rol belirsizligi, rol gati§masi ve 
tukenmi§lik ya§adiklari tahmin edilen okul rniidur yardimcilarmm 
performanslarimn bu durumdan nasil etkilendigini ara§tiran gali§malara 
rastlanamami§tir. Literatiirdeki bu eksiklikten hareketle, bu gali§mada Manisa ve 
Denizli il merkezinde gorev yapan ilkogretim okulu ve ortaogretim kurumlarmda 
gorev yapan rniidur yardimcilarmm ya§adiklari rol belirsizligi ve rol gati§masi ile 
tiikenmi§ligin performans iizerindeki ayn ayn ve birlikte (dogrudan ve dolayli) 
etkilerinin durumu incelenecektir. 

Ara§tmnamn Amaci: (^ali§mada ilk ve ortaogretim okullarmda gorev yapan miidiir 
ba§yardimcilari ve miidiir yardimcilarmm algiladiklan rol belirsizligi ve rol gati§masi 
ile tiikenmi§ligin algilanan i§ performans iizerindeki ayri ayri ve birlikte (dogrudan 
ve dolayli) etkilerinin ara§tirilmasi amaglanmi§tir. 

Yontem: Ara§tirma kapsammda Denizli ve Manisa il merkezlerindeki ilkogretim ve 
ortaogretim kurumlarmda gorev yapan ve ara§tirmaya katilmaya goniillii olan 200 
okul miidiir yardimcisma ula§ilmi§tir. Ara§tirmada, Maslach Tiikenmi§lik Olgegi, 
Rol (^ati§masi ve Rol Belirsizligi Olgegi, i§ Performansi Olgegi kullamlmi§tir. 
^ali§manm amaci dogrultusunda, degi§kenler arasmdaki neden-sonug ili§kilerini 
incelemek iizere kurulan model path (yol) analiziyle test edilmi§tir. Path analizi, 
birbirleriyle sebep-sonug ili§kisi iginde oldugu dii§iiniilen degi§kenler arasmdaki 
ili§kileri gosteren path diyagramlarimn olu§turulmasi, degi§kenler arasmdaki 
dogrusal ili§kilerin derecesini gosteren korelasyon katsayilarimn direkt etkiler, 
dolayli etkiler ve bile§ik path katsayilarma ayrilarak analiz edilmesi ve analiz 
sonuglarimn dogru bir §ekilde yorumlanmasi i§lemlerini kapsar. Verilerin analizi 
Maximum Likelihood yontemi kullamlarak gergekle§tirilmi§tir Verilerin analizinde 
SPSS 17 ve AMOS 7.0 programi kullamlmi§tir. 

Araqttrmamn Bulgulan: Rol belirsizliginin i§ performansi iizerinde dogrudan ve 
dolayli etkileri anlamli bulunmu§tur. Rol belirsizliginin i§ performansi iizerindeki 
etkisinde duygusal tiikenmenin tarn araciligi (full mediation) ile ki§isel ba§ari 
eksikliginin kismi araciligi (partial mediation) soz konusudur. Duyarsizla§ma, 
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performans ile ili§kili bulunmami§tir. Rol belirsizliginin performans, ki§isel ba§an 
eksikliginin performans iizerindeki dogrudan etkisi orta duzeydedir. 

Ara§tirmanm diger bir sonucu olarak; rol gati§masmm performans iizerinde 
dogrudan ve dolayli etkileri anlamli bulunmu§tur. Rol gati§masmm i§ performansi 
iizerindeki etkisinde duygusal tukenmenin tarn araciligi ile duyarsizla§manm kismi 
araciligi soz konusudur. Tukenmi§ligin bir boyutu olan ki§isel ba§ari eksikligi 
performans ile ili§kili bulunmami§tir. Rol gati§masmm performans, 
duyarsizla§manm performans iizerindeki dogrudan etkisi orta duzeydedir. 

Ara§ttrmamn Sonuglan ve Onerileri : Ara§tirma sonuglarma gore, rol belirsizliginin 
ve rol gati§masmm i§ performansi iizerindeki dogrudan etkisi dolayli etkisinden 
daha fazladir. Rol belirsizligi direkt etkisiyle performansi dii§iiriirken rol gati§masi 
performansi artirmaktadir. Rol belirsizligi dolayli etkisiyle i§ performansmi 
dii§iiriirken rol gati§masmm da dolayli etkisiyle performansi dii§iirmektedir. 
Duygusal tiikenme, hem rol belirsizligi- performans ili§kisinde hem de rol gati§masi- 
performans ili§kisinde tarn aracilik rolii iistlenmektedir. Ki§isel ba§an, rol belirsizligi- 
performans ili§kisinde, duyarsizla§ma ise rol gati§masi-performans ili§kisinde kismi 
aracilik gorevi yapmaktadir. Bu sonu^lara dayanarak, miidiir yardimcilarimn gorev, 
yetki ve sorumluluklan ile rollerinin agik bir bigimde tammlanmasimn 
performanslanm daha da artirabilecegi soylenebilir. 

Anahtar Sozciikler: Rol belirsizligi, rol gati§masi, tiikenmi§lik, performans, path 
analizi 







